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Abstract 
Diversity management is a marginal strategic issue in transportation and logistics companies. The industry falls short of taking 
full advantage of the significant benefits that gender and cultural diversity can offer. The business reality of logistics sector 
companies proves that there are enterprises that announce and maintain proper practices leading to diversity. One of such 
companies is Deutsche Post DHL (DP-DHL) which manages diversity at advanced level. In the light of the above, the aim of the 
paper is to point out the importance of diversity management in the context of CSR and responsible management of human 
resources. The paper also aims at presenting the practices of diversity management (DM) of DP-DHL. 
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1. Introduction 
Internal and external information and communication processes in enterprises across almost every industry have 
been increasingly supported by electronic information technologies. The fundamental advantages of such 
technologies ensure that this trend will continue in the future. The constant development of technology in the Net 
Economy has had a significant influence on various possibilities for developing innovative business concepts based 
on electronic information and communication networks1. The idea of entering the new economy, consisting of 
radically restructured financial, social, and environmental goals, seems to be a developing momentum. In recent 
years, there has been increasing awareness of the inability of traditional systems to adequately address current 
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economic, ecological, and social issues. Some scholars acknowledge the need to broaden the way of thinking beyond 
the conventional definition of the bottom line2, which results in focusing the attention to the idea of social 
responsibility3. Particularly, in the conditions of increasing importance of information technologies and omnipresent 
use of the Internet for communication, the concern for the man, functioning in the framework of business 
organizations, takes on a special meaning. This especially refers to the sectors in which, in spite of deep 
computerization, the employed people play a significant role. Undoubtedly, the sector of transport and logistics 
belongs to them.  
According to PWC report „Transportation & Logistics 2030”4 , diversity management is a marginal strategic 
issue in transportation and logistics companies. The industry falls short of taking full advantage of the significant 
benefits that gender and cultural diversity can offer. While some companies already employ staff from different 
cultural backgrounds and diverse age groups, compared to other sectors, transportation and logistics is still largely 
male-dominated. Recent surveys suggest that globally the number of women participating in the industry is as low as 
20% to 30%5. Less than 10% of employees in management positions in the transportation and logistics industry are 
women6. There are signs that numbers could go up substantially in the future, though. More women are getting 
advanced degrees. In 2030, 40% of women will have completed secondary education. That’s 8 percentage points 
more than in 20037. More women are studying logistics too, so there is a growing pool of talented women with 
sector-specific qualifications8. Transportation and logistics companies should definitely encourage cultural diversity, 
promote women at all levels of the company and maintain various actions focused on increasing diversity. This stays 
in line with the idea of sustainable development requirements and Corporate Social Responsibility (CSR) concept. 
The business reality of logistics sector companies proves that there are enterprises that announce and maintain 
proper practices leading to diversity. One of such companies is Deutsche Post DHL (DP-DHL) which manages 
diversity at advanced level.  
In the light of the above, the aim of the paper is to point out the importance of diversity management in the 
context of CSR and responsible management of human resources. The paper also aims at presenting the practices of 
diversity management (DM) of DP-DHL. 
2. Social responsibility of a company and human resources management 
Corporate Social Responsibility (CSR) is emerging as a key issue in international business9. Although CSR is a 
relatively new area of academic research10, the recent concern about CSR in academic and practitioner debates 
reflects that CSR knowledge is a rapidly evolving stage of development11. Economic and management gurus 
emphasize the necessity and emergence of CSR12. This current stream has also spawned numerous CSR-related 
research studies with the attention to environment, civil society and government across the globe13.  
As there is a growing recognition of the need to address the concerns of a wider range of stakeholders, scholars 
argue that CSR is becoming increasingly important to competitive success14, and that it should be a considered as a 
form of strategic investment15. As an employee is one of the most significant stakeholders16, scholars argue that CSR 
is closely related to HRM17. 
How stakeholder relationships are built (especially company-employee relations) is likely to be derived from the 
values embedded in the company’s culture18. Once the company’s stakeholders have been identified and prioritized, 
the firm must link its CSR initiatives to the preferences of one or more groups of stakeholders19.  
On the other hand, following the resource-based view (RBV) of the firm, researchers have regarded a firm’s 
positive relationships with its stakeholders as valuable, rare, inimitable, and non-substitutable resources that 
contribute to the company’s performance advantage20. A company’s decision how it channels its resources based on 
stakeholder preferences leads to a performance advantage for the firm21. For example, a sound relationship with 
employees – a stakeholder group – may increase the firm’s ability to attract and retain employees and increase 
employee commitment and effort, leading to improved efficiency and productivity22.  
Different researchers at different points of time have emphasized the critical importance of HR for the proper 
implementation of CSR and the role that HR can play in developing the process where the business objectives are 
assessed and values re-aligned to match them with staff expectations. With the help of HR functions, the socially 
responsible values can be inculcated and sustained in the organizational culture through the following ways: 
responsible human resource management practices on equal opportunities, diversity management23.  
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3. The main directions of diversity management 
Diversity is the state of being diverse. Diverse means „showing a great deal of variety; very different”24. 
Diversity25 is the state of having people who are different races or who have different cultures in a group or 
organization. Diversity reflects the distribution of differences among an organization’s members with respect to 
different factors (e.g. age), and can be conceptualized as separation, variety, or disparity26. In the area of companies 
the workplace diversity involves the diversity of and differences between the members of a team in terms of their 
nationality, ethnicity, sex, gender, education, etc27.  
R.J. Ely and D.A. Thomas28 described different approaches to managing diversity adopted by organizations. They 
described the most inclusive organizations as adopting a “learning and integration” perspective that is characterized 
by the belief that people’s diverse backgrounds are a source of insight that should be utilized to adapt and improve 
the organizations’ strategic tasks. To successfully manage diversity, employees are expected to expend considerable 
effort exploring their differences and exhibit a deep commitment to educating each other so that they can infuse their 
thinking with greater cultural competence29. 
In the light of the above it is vital to point out the leading DM practices. They embody the following30: 
x top leadership commitment - a vision of diversity demonstrated and communicated throughout an organization by 
top-level management, 
x diversity as part of an organization’s strategic plan - a diversity strategy and plan that are developed and aligned 
with the organization’s strategic plan, 
x diversity linked to performance - understanding that more diverse and inclusive work environment can yield 
greater productivity and help improve individual and organizational performance, 
x measurement - a set of quantitative and qualitative measures of the impact of various aspects of an overall 
diversity program, 
x accountability - the means to ensure that leaders are responsible for diversity by linking their performance 
assessment and compensation to the progress of diversity initiatives, 
x succession planning - an ongoing, strategic process for identifying and developing a diverse pool of talent for an 
organization’s potential future leaders, 
x recruitment - the process of attracting a supply of qualified, diverse applicants for employment, 
x employee involvement - the contribution of employees in driving diversity throughout an organization, 
x diversity training—organizational efforts to inform and educate management and staff about diversity. 
According to S.K. Miller J.J. Tucker31 diversity efforts and initiatives are as follows: 
x scholarship and internship programs to encourage students to consider careers in the financial services industry, 
x partnering with groups that represent minority professionals, 
x partnering with local communities to recruit candidates through events such as conferences and career fairs, 
x employee networks and mentoring programs, 
x diversity training, 
x leadership and career development programs, 
x sponsorship of individual women within an organization where an executive acts as a guide to help women 
navigate the system and expand their networks. This sponsorship practice goes beyond mentoring, 
x design and use of a promotion system that addresses biased perceptions of leaders being typically male, 
x establishment of diversity “councils” of senior leaders to set vision, strategy, and direction of diversity initiatives, 
x linking managers’ compensation with their progress in hiring, promoting, and retaining minority and women 
employees, 
x the use of metrics to measure progress in achieving workforce diversity. These include workforce representation, 
turnover, promotion of minorities and women, and employee satisfaction survey responses. 
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4. The vision, mission and the strategy of Deutsche Post DHL in the context of responsible human resource 
management 
Deutsche Post DHL (DP-DHL) is a German, the world’s leading mail and logistics services group. The DP-DHL 
corporate brands represent a portfolio of logistics (DHL) and communications (Deutsche Post) services of a special 
kind. DP-DHL provides its customers with both easy-to-use standardized products as well as innovative and tailored 
solutions ranging from dialogue marketing to industrial supply chains. It employs 470,000 workers in more than 220 
countries and territories. The company is among the world’s largest employers. DP-DHL’s public pronouncements 
and official corporate responsibility policies support equality, fair wages and benefits, and the right of workers to 
free association. The revenue of DP-DHL in 2011 amounted to €53 billion and the operating profit amounted to €2.4 
billion. 
As Europe’s largest postal company and Germany’s only provider of universal postal services, DP delivers over 
64 mln letters and more than 3.4 mln parcels every working day in Germany alone. In addition to domestic and 
international postal services, the company also offers dialogue marketing services, nationwide press distribution 
services and all the electronic services associated with mail delivery. DHL is an international express service 
provider, an air, ocean and overland freight forwarder, as well as a supply chain specialist, offering our customers a 
wide range of integrated logistics solutions. 
The vision of DP-DHL emphasizes that the company is focused on achieving the status of the “Logistics 
Company for the World”. The vision also stresses that the company intends to be the logistics provider people turn 
to – their first choice not only for all their shipping needs, but also as an employee or investor. This is further 
underlined in the mission statement, which has four main elements pointing out that the company: 
1) Wants to simplify the lives of our customers. 
2) Makes its customers, employees and investors more successful. 
3) Makes a positive contribution to the world. 
4) Always demonstrates respect when achieving our results. 
The mission of DP-DHL contains a strong social component. It is focused on connecting people and making their 
lives easier with the help of DP-DHL services. DP-DHL corporate strategy is focused on becoming provider, 
employer and investment of choice. The long-term success of the company is to be built upon financially sound and 
sustainable business practices.  
The company takes on its corporate responsibility with a diverse range of programs and projects. All of its CR 
activities are integrated into our Group-wide corporate responsibility strategy named “Living Responsibility”. The 
company declares to be committed to social responsibility utilizing its programs in the areas of environmental 
protection, disaster management and education. 
As stated on the company’s web pages, social responsibility is a principle that guides and permeates its actions as 
a company, and it plays a significant role in the business success. DP-DHL has also created and implemented a 
multi-stage management process designed to drive the further development of its CR strategy and to manage the 
relationships with stakeholders. 
CR-relevant areas across DP-DHL work together to systematically identify issues that are relevant to responsible 
business practice and continually coordinate and monitor the corresponding action measures. This intends to help to 
identify business opportunities and risks early, and take action accordingly. 
5. DP-DHL sustainable human resources management32  
As connecting people is meaningful work, and, as underlined by the company, the employees are co-creators in 
this process of bringing people together. DP-DHL intends to be a place where the employees find enjoyment and 
pride in their roles and responsibilities. 
The key to creating an attractive working environment - and achieving the goal of becoming the Employer of 
Choice – is DP-DHL corporate culture built on openness, trust and mutual respect. The aim of the policy of DP-DHL 
is to let all the employees be able to tap their talents and potential in an environment decidedly free from prejudice, 
discrimination and stereotyping. 
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The most important requirement for gaining and retaining highly qualified and motivated employees is fair 
compensation. Positions are evaluated and graded based on job classification and responsibilities, independent of 
personal factors, such as age, gender, religious affiliation, skin color, sexual orientation and ethnic background, that 
could lead to discriminatory practices. 
The managers and executives play a key role in putting diversity management into practice on a daily basis. That 
is the reason why DP-DHL created Diversity Awareness Training in 2013, which, at the present time, is a mandatory 
component of the existing leadership development programs, such as the Global Executive Leadership Program 
(GELP), started in 2014. 
The share of women in executive positions within the Group worldwide currently amounts to 19.6 %. In 
Germany, this figure is 19.8 %. As compared to the year 2010, the percentage of women in executive positions in 
2013 was considerably higher, up by 2.6 percentage points (17%). DP-DHL goal is to continue to increase the share 
of women in executive positions. DP-DHL’s Board of Management has adopted its Corporate Diversity and 
Inclusion Statement. The company has implemented numerous measures, including a Group-level voluntary 
commitment, concerning executive-level hiring, the introduction of a system of key performance indicators, support 
for women networks and mentoring programs. 
Sustainable human resources management seems to play a significant role to DP-DHL. In 2012 DP-DHL 
launched the “One HR” program and the company has already achieved several milestones over the course of 2013. 
In addition to the realignment of responsibilities within HR at global, regional and country levels, DP-DHL has also 
launched several strategic initiatives such as the “Identifying and developing talents” initiative, which establishes 
Group-wide, standardized guidelines for performance and talent management. The “Industrial Relations” initiative 
is, among other things, responsible for developing a framework for the cooperation of all involved parties. The “HR 
Shared Services” initiative is focused on providing standardized HR processes cross-divisionally that improve 
service quality and increase efficiency.  
6. Diversity management at DP-DHL33  
The DP- DHL workforce consists of women and men of different ages from a wide range of racial, ethnic, and 
religious backgrounds; it includes people with disabilities and with different sexual orientations. Tapping into this 
potential and promoting inclusion in the workplace is one of the primary responsibilities of diversity management 
within the Group. The Corporate Diversity and Inclusion Statement underlines the idea that „All different, together 
successful”. This means that the company declares that it believes that everyone at DP-DHL can contribute to the 
joint success, and being all different, together all the employees are successful. 
According to the text of the Statement, DP-DHL announces that as a global company it values the diversity of the 
employees as a genuine strength. The organization brings together people from a wide range of cultural backgrounds 
– all with different skills, experiences and viewpoints. Diversity embodies all the differences that make people 
unique individuals. In the case of DP-DHL, it is not only limited to gender, race, religion, age, disability, sexual 
orientation, national origin or any other characteristic protected under law. DP-DHL promotes an inclusive work 
environment, guided by mutual respect, openness, honesty and the spirit of trust and cooperation, in order to attain 
the highest possible productivity, creativity and efficiency. The diversity of the employees mirrors the diversity of 
DP-DHL customers, suppliers and investors. It enables to deliver innovative products and services that make its 
customers successful. 
 DP-DHL Code of Conduct makes clear that discrimination is not tolerated, under any circumstances, 
anywhere throughout the whole company. Violations of the Code of Conduct can be reported anonymously via DP-
DHL compliance hotline. Employees can also report incidents directly to their managers, who are obligated to 
handle the matter with sensitivity and strict confidentiality. 
DP-DHL acclaims that it responds to violations in a systematic and thorough manner and take appropriate 
measures for proper clarification. However, employees who fail to adhere to the Code of Conduct may be subject to 
appropriate disciplinary action, as stated in the applicable regulations.  
There are some new developments in diversity management in DP-DHL. Because the managers and executives 
play such a key role in putting diversity management into practice on a daily basis, DP-DHL created a Diversity 
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Awareness Training in 2013, which is a component of the existing leadership development programs, such as the 
Global Executive Leadership Program (GELP), in 2014.  
In 2013, DP-DHL also established a Diversity Council as a way to strengthen the awareness of Diversity 
Management among the managers and employees, and to anchor Diversity Management in the Group over the long 
term. The Diversity Council, which started in 2014, is tasked with developing and reviewing measures to promote 
the successful implementation of the diversity strategy.  
In 2013 DP-DHL participated in a number of events and campaigns in the area of diversity. One example was the 
participation in Diversity Day on June 11, 2013, which was part of a nation-wide event day initiated by the German 
non-profit association “Charta der Vielfalt e.V.” With its motto “All Different – Together Successful”, the Diversity 
Day event made an important contribution to raising awareness. Numerous activities and examples helped 
employees experience and better understand diversity management at DP-DHL. Activities included a business talk 
with Angela Titzrath, Board Member for Human Resources, a “marketplace” focusing on diversity across the Group, 
a theater performance on diversity, a diversity quiz, speed coaching and a presentation about online diversity 
training.  
The share of women in executive positions continues to rise at DP-DHL. Women make up approximately 36% of 
DP-DHL workforce worldwide. The share of women in executive positions within the Group worldwide is currently 
19.6%. In Germany, this figure is 19.8%. As compared to the year 2010, the percentage of women in executive 
positions in 2013 was considerably higher, up by 2.6 percentage points. The company goal is to continue to increase 
the share of women in executive positions. 
In 2013, DP-DHL implemented numerous measures as part of our Group-wide project “Women in Management”, 
launched at the end of 2011. These include a Group-level voluntary commitment to increase the share of women in 
executive positions and the introduction of a system of key performance indicators to manage the progress. The 
“Women in Management” project also creates the framework for numerous activities in the individual business units 
at the regional and local level. These include mentoring programs, support for women networks, as well as support 
for balancing career and family. 
As a result of the Group-wide Diversity Awareness Training project for managers there has also been placed 
greater emphasis on women in executive positions. DP-DHL declares that it hires on the basis of the merit alone, 
free from personal traits, such as age, gender, religious affiliation or skin color, that could lead to discriminatory 
practices. 
DP-DHL also follows the idea of balancing career and family of its employees. To achieve the business 
objectives, the company needs motivated employees. In the opinion of DP-DHL managers, one key to keeping 
employees positive and motivated in their work is to allow much time to pursue their own private interests outside of 
work, including, of course, family. With this in mind, DP-DHL have introduced several different measures to help 
our employees balance the demands of family and career. Depending on operational needs and requirements, these 
include part-time arrangements, flexible working time models, as well as home office arrangements. In Germany, the 
partnership with the childcare service provider Familienservice GmbH helps DP-DHL employees balance career and 
family. All employees in Germany can take advantage of Familienservice’s childcare support and placement services 
for children and youths, as well as childcare services during school holidays or in emergencies. In addition, 
employees located in Bonn (DP-DHL headquarter location) can take advantage of company-supported childcare 
facilities. Similar services are also currently being considered in other locations. 
DP-DHL acclaims its support for employees who request to be relocated within the Group due to important 
family or health-related reasons. It tries to facilitate the transition and process the necessary paperwork in an 
accelerated procedure, which, in Germany, is stipulated as part of a new nationwide general works agreement with 
our social partners. 
DP-DHL supports people in the process of returning to work. As a part of “Keep in Touch” pilot project, the 
company is creating a structured framework to facilitate and further improve the process of reintegration for 
employees returning from a family-related leave of absence. The aim of the "Keep in Touch” program is to establish 
and promote an active dialogue between the employee and his/her manager before, during and after the leave period 
so that both sides can benefit from improved planning and development opportunities. During their time off, 
employees can stay up-to-date and engage with their co-workers by way of a dedicated information and 
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communications platform. Other components of the “Keep in Touch” program include special trainings and a 
handbook for managers. 
One of the most important aspects of DP-DHL diversity management policy is creating equal opportunity for 
people with and without disabilities. The company tries to enable people with disabilities to take an active part in 
working life. The inclusive approach applies both to new hires, and to the existing employees who become disabled 
due to an illness or accident. DP-DHL develops solutions for (re)integrating these employees fully into working life. 
It also intends to share the knowledge and experience in developing disability-friendly workplace solutions with both 
internal and external stakeholders. The company documents its solutions in the REHADAT database administered 
by the Cologne Institute for Economic Research. 
At the parent company in Germany (Deutsche Post AG), DP-DHL employed 14,170 employees with disabilities 
in 2013, representing an average annual employment rate of 8.7%. This was above the national average in 
Germany’s private sector (4.0% in 2011; source: German Federal Employment Agency). In 2013, the recruiting 
activities also targeted young people with disabilities, and encouraged them to apply for vocational training 
positions. Number of employees with disabilities at Deutsche Post AG is shown in Table 1. 
Table 1. Employees with disabilities at Deutsche Post AG according to German Social Law. 
 2011 2012 2013 
Employees with disabilities 13 199 13 740 14 170 
Employment rate (%) 8.3 8.6 8.7 
 
DP-DHL promotes creating the network of diversity and acceptance. It makes sure that the employees are free to 
perform their jobs and pursue their career goals irrespective of their sexual orientation and identity. This was the 
motivation for establishing our Group-wide RAINBOWNET network for lesbian, gay, bisexual and transsexual 
employees over five years ago.  
To further promote a corporate culture of openness, DP-DHL conducted 50 seminars for the apprentices in 
Germany on the topic of homophobia and transphobia, working together with experts from Lambda e.V., the 
German lesbian, gay, bi- and transsexual network for young people. 
Conclusions 
As diversity management is a marginal strategic issue for transportation and logistics companies and the industry 
falls short of taking full advantage of the diversity, pointing out the importance of diversity management is of special 
importance. The theory exposes specific directions for effective diversity management and the analysis of the case of 
DP-DHL leads to the conclusion that the theoretical guidelines are followed. The case research constitutes the 
background for the policy of diversity for other companies of the logistics sector.  
Workforce diversity is often treated by the proponents of DM as a magic formula that automatically provides the 
employers with a competitive edge34. This in turn means that, in the mainstream DM literature, employees’ interests 
are an issue of consideration as long as they contribute to business outcomes35. It is necessary to underline that this 
point of view may be applied to all practices of socially responsible management but managing human resources in 
the diversing way fulfills the requirements of the contemporary approach to enterprise resource management. 
Diversity management constitutes an important part of dealing with resources that are valuable and rare – the human 
resources of a company. 
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